Chapter 3: Leading Situations

LESSON 9: MENTORING
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PURPOSE

This lesson  presents &
mentoring programn desgned to hep
you explore new interess in heping
others, further develop your persond
skills, and stay excited about schoal.
Mentoring activities will center around
building trus and developing postive
«df-esteem through sharing and work-
ing together with your subordinates,
peers, or other teenagers and children
in one-to-one relationships. The men
toring role is a mgor commitment on
your pat. In addition to com
prehending the concept of sdf-identity,
you mus dso undestand the Kills
necessxry in a mentoring relationship
and work to acquire those <Kills
Findly, you must have an awareness of
culturdly diverse issues which can
affect you, your mentoring program,
and your community.

As an old man walked the beach at
dawn, he noticed a young man ahead picking
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up starfish and flinging them into the sea.
Finally catching up to the youth, he asked the
young man why he was doing this. The answer
was that the stranded starfish would die if left
until the morning sun.

“But the beach goes on for miles and
there are millions of starfish,” countered the
old man. “How can your effort make a
difference?”

The young man looked at the starfishin
his hand and then threw it to safety in the
waves. “ It makes a difference to that one,” he
said.

*k*

INTRODUCTION

Mentoring is a “sustained one-to-one
relaionship which promotes human deveop-
ment by regula, joint paticipaion in
Sructured activities” A dynamic  mentoring
program in your cadet battdion or school is
one that encourages the development of caring
patnerships  Every  mentoring  program
requires the presence of postive role models to
support  high school mentors as they build
positive interpersond relations both in and out
of school-based experiences. In this lesson, we
will briefly look & how mentoring identifies
with Army JROTC and your position as a cadet
leeder and mentor. Then, we will examine in
detal how mentoring petans to your
development as a high school student entrusted
with the responsibility to help others.

MENTORING IN RELATIONSHIPTO
ARMY JROTC LEADERSHIP

The concept of mentoring includes the
roles of the teacher, role modd, coach, and
counsdor. However, mentors are more than
teachers and coaches;, they are trusted guides
and counsdors — dthough as a mentor, you
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are not a trained counselor. Leaders as mentors
ae respondble for molding and deveoping
individuasinto proficient, cohesive teams.

Genuine respect is a key dement in any
mentoring program. Subordinates must be able
to respect ther leaders if they want to trust
them as ther guides and counsdors. To obtain
thistrust and respect, leaders as mentors must:

Set a good example Role modding and
setting examples for subordinates to follow
are extremely important.

Commit themsdves to their subordinates
and be fully committed to the complete
devdopment of those who are in need of
some form of dructured guidance in ther
lives.

Possess the commitment of guardians and
the duty of tutors.

Have a persond dake in the podtive and
long-term development of those they ae

trying to help.

Be sndtive to the fedings of ther
subordinates, yet be respongble for training
them intengvely.

Develop the capacity to delegate authority
in order to watch subordinates learn hard,
vauable lessons through trid and error.

Provide adequate and timely feedback to

ensure the success of ther subordinates
development process.
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The Reward is Worth the Risk
MENTORING: WHAT’'SIT ALL ABOUT?

Entering into a mentoring reationship
can be rewarding and exciting. It even can be a
little scary. There are responghilities involved
that require  maturity, compasson, and
sometimes  tough decisons. In  this new
adventure you are about to begin as a mentor,
use your head, trust your indincts lisgen to
your heart, and it will be the experience of a
lifetime.

Helping Others

Unit 2: Leadership Theory and Application
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MENTORING FUNCTIONS

There are four mentoring functions thet
can guide you through this new adventure.
They ae ligening, coaching, educating, and
role modding.

Listening

The most important function of the
mentor may be to ligen. Many young people
today do not have anyone & home who will
take the time to listen b them. However, when
there is someone with whom to “tadk out” the
Stuation, people are better able to sort out their
difficulties and arrive a their own solutions.

Coaching

Coaches give praise for a job well done,
encouragement when the going gets tough, and
condructive criticism when they need to make
changes. It is dways eader to ded with the
negatives when you know there ae some
positives.

Educating

Being a tutor is another respongbility of
a mentor. Sometimes it may seem eader to do
something for another person; however, tha
person will benefit more if he/she does it for
themsdves with only guidance from the
mentor. One way to give a person (heresfter
referred to as a mentee) control is to teach
them the kills to take care of themsdlves.

Role Modeling

Mentors can help their mentees develop
vaues, dandards, and gods by dlowing
themselves to be seen as “red people” and by
gharing persona bdiefs and vaues. Mentors
can dso introduce their mentees to others
whom they hold in high regard.
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ROLESAND RESPONSBILITIESOF
MENTORS

The roes of mentors will vay with
evay dtuaion. The following lig is not dl
indusve, but it gives you an idea of the
different kinds of roles that mentors perform in
typica mentoring programs.

A mentor is someone who:

acts like an older brother or sgter.
generates respect and trust.

hel ps mentees expect success.

teaches by example and direction.

admits to making migtakes, facing
difficult tasks, and “not being perfect”.
provides a pogitive role modd.

has something positive to contribute.
participatesin activities desgned to
motivate mentees.

listens without judging.

does fun things.

tutors and heps to build good study
habits.

helps mentees develop a desre to
attend/say in school and improve

school attendance.
inspires others to set achievable godls.

Although your roles as a mentor may
change with the dtuaion, your responshilities
will remain congant throughout the mentoring
program. The following lis  describes
specificdly what the program expects of you.
We mentioned & the beginning of this lesson
that being a mentor is not an easy task. As you
reed through these regpongbilities, identify
those areas where you must incresse your sef-
awareness and/or develop the necessary
atributes of sdf-esteem to be an effective
mentor.  Accomplishing these responghilities

147



Chapter 3: Leading Situations

will require a high degree of sdf-identity and
maturity.

1
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Be awae of the impact tha culture,
socioeconomic  dtatus, experiences, etc.,
have on how the mentee sees and processes
informetion. Become comfortable with the
fact that the mentee may be different from
you and may agoproach evauating,
percaving, acting, and behaving differently
than you do.

Be caeful to respect the mentee's
orientation and not to impose your values,
assumptions, perceptions, and biases on the
mentee. Be aware of your own attitudes,
beliefs, and fedings and how these filters
may bias your judgment.

Help your mentee to accomplish tasks, but
be caefu not to hold preconceved
limtations about what that person can or
cannot do. Recognize these limitations, but
do not atempt to replace the mentee's
persond efforts. Always remember that you
are there to ass<t, not to do the task.

Acquire specific  knowledge about the
mentee with whom you work. If you find
out tha he/she has mgor chalenges at
home, school, and/or place of employment,
be careful not to ask too many questions
about any uncomfortable dtuations. If you
encounter a dtuation that you do not fed
confortable handling, seek hdp or
guidance from your ingructors.

Teach the mentee to respond to verba
rewards. Do not give gifts as a means of
postive recognition and do not become
emotiondly atached. If the rdationship
becomes persond to the degree you are not
able to be objective, withdraw and refer the
mentee to another mentor. If a mentee
mekes a habit of bringing you gifts
discourage that habit. Always read any

10.

11.

12.

13.

Lesson 9: Mentoring

notes given to you by the mentee
Sometimes because of ther learning syle,
mentees may not be able to vocdize their
chdlenge but they are aile to put it in
writing. Never respond back in writing. If
the notes ae of a pesond nature,
discourage that habit. One or two postive
words like * Congratulationd” or “Wadl
done!” may be appropriate.

Help your mentee to make assessments
about behavior, thoughts, and actions as
that individud tries new activities Hep the
mentee see the benefits of trying and taking
risks with new behaviors. Give suypport

when necessary.

Be clear, concise, direct, and conssent
with feedback.

Help the mentee generate a variety of
responses or dternatives to Stuations.

Do not make promises you cannot keep. Do
not use the word promise to your mentee as
you will be teking respongbility. Make “I”
datements to your mentee of what you are
willing to do. For example, “1 will help you
find out the easiest and most effective way
for you to study.”

Coordinate dl planned activities with your
ingructors, the cooperating agency, other
mentors, and the mentee.

Prepare for and complete the tasks you
agreed to do.

Follow the rdes of your battdion and
school while working with the mentee.

Make arrangements to contact the mentee's
guardians, parents, teachers, etc., for
permisson to take that person on specid
activities

Unit 2: Leadership Theory and Application



Chapter 3: Leading Situations

14.1f you cannot peform a task that you
agreed to do a the prescribed time,
reschedule it for another time.

15. Do not bresk confidentidity by sharing the
mentee's concerns with others. However,
confidentialy should adways be overridden
if the gtudion cdls for it. A competent
mentor maintains corfidences and does not
discuss persond interviews with  other
cadets or people. If the chdlenge is beyond
your scope, contact a qudified person. It is
critical that you use concrete procedures in
srious cases If a life-thregtening Stuation
arses.

Inform your mentee that you will notify a
competent adviser because you care.

Encourage the mentee to go with you to the
adviser to explain the dtuation. If the men
tee refuses, ingst that he @ she go. Explain
that you are not only concerned, but that the
siousness of the dtuation requires the
mentee to seek counsd. If the mentee dill
refuses, clearly date, “1 will seek advice
aone from (date the name of the adviser).”

KNOWING YOURSELF, YOUR
STRENGTHSAND YOUR ABILITIES

To be an effective mentor, you must
firg be able to see yoursdf in that role. You
should have an gppreciation for the kind of
mentor you would like to be and the qudities
that you believe are important. Essentidly, you
must:

Be aware of your strengths and &bilities.
Know the impact that you have on others,

Know what qudities you need to develop to
become a better mentor.
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Be ale to see and learn about yoursdf
through the mirror of others.

Undergand individud and group vaues and
norms.

Enhance your leadership development,
competence, df-awareness, and  sdf-
esteem.

To a large extent, your attitude affects
your persondity. An individud’'s persondity is
the unique mixture of physcd and mentd trats
found in a person. Before becoming a mentor,
you should identify how you perceive yoursef.
The key to sdf-evduation (or sdf-identity) is
honesty. Know whether your drengths lie in
handling physca abilities, mentd activities, or
acombination of both.

POSITIVE SELF-ESTEEM
BRINGS ABOUT

POSITIVE IMAGESAND ACTIONS

Your attitudes can dso affect how you
perceve things and meke decisons. By
possessing a podtive attitude, your outlook on
lifewould most likely favor:

Cregtive activities rather than boredom;
Joy over sadness; hope over futility; and
Bouncing back over giving up.

All people have different attitudes,

perceptions, and  experiences.  Therefore,
compromise is sometimes a must  and
communication is extremey important when

working together as a team toward a common
god. Although you may intidly have a
different opinion than those around you, when
you recognize that other differences exist, you
will begin to see some of those gmilarities as
well.
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USING EFFECTIVE COMMUNICATION
XKILLS

Participating in a mentoring reationship
IS not the time to misunderstand the use of a
word, a gesture, or an emotion. Mentors must
thoroughly understand the importance of using
effective communication. The proper aopli-
cation of ligening, nonverbd communication
(such as body language), and verbd commu-
nication kills — as wel as “1” messages —
are critica to a successful mentoring program.

Any rddionship must begin  with
communication in one form or ancther. The
quaity of that relaionship often depends on the
qudity of the communicaion. Much of the
communication we use in our daly lives
involves some negdive habits. Imagine how
you fed when someone nags reminds,
criticizes, threstens, lectures, advises, or
ridicules you. Many times the person doing this
to you is not aware of the fedings these actions
cause. Whether we are aware of these habits or
not, they promise to lessen the qudity of our
relationships.

Sudy the fdlowing communication
janmers and identify the ones you use most
often. Then, try to determine why they are not
hepful in maintaining satisfying relaionships.

1. Ordering, commanding. The phrases “You
must,” “You will,” or “You have to’ are a
great way to creste a power druggle,
implying that you ae superior. They are
usudly successful in producing anger and
resstance. A favorite counter to these
phrases is “Make me” Therefore, you will
find it is more hdpfu to ask for
cooperation with your mentee and to give
choices, such as: 1 would appreciate. . .,
“It's your choice; you can either ... or ...~
or “Would you rather ... or...?7
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2. Warning, threatening. The phrases “If you
do that, you'll be sorry” or “You'd better
not do that if you know what’s good for
you” invite tegting, threats, and hodility. Do
not use them unless you want to fight with
your mentee. The consequences and action
methods are more effective. Smply date
wha you plan to do and then do it. There
are no further reminders just act — don't
talk.

3. Mordizing, preaching. When you use the
“shoulds,” “oughts,” or ‘musts” the mentee
may hear only the control pat and may
resst without conddering the reasons or
consequences. It is much more effective to
lissen and to problemsolve; for example,
“Have you thought what might happen...?’
or “What do you think might happen if . . .7

4. Proposing dterndives, giving solutions
Use “Now, if it wereup to me. . .” or “What
you should do is . . .” when you propose
aternatives and help the mentee to find
solutions — both important dements  of
mentoring  responghbilities.  However, in
circumstances similar to counsding some-
one using the directive gpproach there are
sved mentee behaviors for which you
should be on the lookout. They are:

o Often, the person ressts your proposdas.

0 You do not want the mentee dependent
on you. Instead, you want the individud
to think for hersdf/himsdif.

o If the mentee takes your suggestion and
it does not work, that person may hold
you responsible,

5. Lecturing, gving logicd arguments
When trying to prove your point with
the facts, such as “You're wrong here” or
“Yes, but . . .,” people are often well
aware of the facts and resent being told

Unit 2: Leadership Theory and Application
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them agan and agan. Trying to
persuade with facts is usudly not
effective. Ingead, helping your mentee
to explore the gods, dternatives, and
consequences of a proposed action

gives you much more influence in
guiding the person.
6. The put-downs — judging, ridiculing,

blamng, name-cdling, sarcasm, shaming.
Some people use phrases like “How
stupid,” “You're just lazy,” “It's all your
fault,” “That’s an immature point of view,”
or “Okay, big shot” to motivate others by
making them fed inadequate or inferior.
However, these phrases normaly succeed
only in putting people on the defensve as
they try to protect ther sdf-image. The
cOmmon responses are to return criticism,
sd off fedingg or sut down
communications and cooperation. It is
important to separate the behavior you
dissgree with from the person’'s character
and worth. It is harder to be specific about
what you want without dragging the
person's dignity through the mud, but far
more effective.

7. Paying psychologs, andyzing and
diagnosng. When using the phrases “The
problem with you is. . .” or “You're just
jealous,” you can embarrass, frudrate, or
threaten people because you are indicating
that you know what their motives are or
have figured them out. This technique is
another way to shut off communications
and guarantee the person will not share
difficult maiters with you. Besdes, if your
interpretation is wrong, the person  will
most likely become angry.

8. Conxoling. “It's not really that bad,”
“You'll feel better in the morning,” or
“Don’t worry, it'll all work out” are
phrases a consoling person uses when
trying to kegp from getting involved. These
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phrases treat the other person's fedings
lightly. Helping the person to explore
dternatives and ligening are more hepful.
Sometimes, people are not looking to solve
a problem; ingead, they are complaining
just to let off sseam. Then, when you offer a
solution, you could complicate the issue,
ager them, or make the dtuation larger
than what it redlly is.

LISTENING XILLS

As mentors, you must understand the
vdue of ligening. Ligen caefully for “feding
words’ such as sad, happy, embarrassed,
frustrated, aone, hurt, angry, bored, jedous,
confused, etc. Redize tha everyone has
fedings and they need to have ways in which to
express them.

To ensure proper and effective
communications with your mentee, you must
fird be able to identify what and how you fed
while ligening to your mentee. Then, learn
what the mentee actudly fet. These fedings
may be the same or they may be different. For
exanple the mentee may be feding
depresson, but you may fed frudration when
hearing these words because you do not know
how to help.

Additiondly, understand some of the
stereotypes rdaed to ligening. It is only
natural for people to form different opinions
about something. Oftentimes, these individud
opinions will dissgree with the opinions of
others. It is your job as a mentor to know how
fedlings, Sereotypes, and opinions reflect upon
your mentee's vaues, attitudes, and behavior.
Be dble to identify these characteridics in a
mentoring relationship and determine how you
can use them to become a better mentor.
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NON-VERBAL COMMUNICATION XILLS

Know the importance of non-verba
communications and the impact it has on
others. Observe how your mentee listens, then,
uses body language and eye contact.
Remember, how your mentee says something is
frequently more important than what he or she
says. The behavior that this person displays
sometimes  expresses  more meaning  than
words.

“1” MESSAGES

“1” messages are Satements, beginning
with “1,” that tell how you fed about a certain
stuation. They are the most appropriate way to
express your fedings whenever a conflict
arises. They show concen in a cam and
respectful  way. Pus they focus the
communication on  your fedings and
expectations rather than those of the other
person — your mentee.

Whenever we focus attention on the
other person’'s fedings and expectations,
whether by accident or on purpose, the
communication often takes on a blaming and
accusatory tone. “1” messages express what the
conflict is to the other person and how this
corflict affects you.

Think about the lagt time you were in an
argument. Did you use “1” messages? It sounds
easy, but it takes a lot of practice. A typica “1”
message has three parts, shown in parentheses,
which can comein any order.

“l fed (state feeling) when you
(describe  specific  behavior) because
(state how it affects you).”

To reinforce your understanding of “1”
messages, review both examples below. The
“you’ messages ae firg, followed by the
appropriate “ I” messages.

152

Lesson 9: Mentoring

P Example#1:

“You promised youd never tdl
anyone. | knew | shouldn’t fave told you. You
can’t ever keep a secret.”

“1 fed hurt when you tdl something |
told you in secret because | didn’t want anyone
elseto know.”

P Example #2:

“You're never organized or dependable.
Y ou can't be counted on.”

“1 get redly upsst whenever you back
out on something, especidly a the lasgt minute
because it leaves me stuck holding the bag.”

EXPLORING ALTERNATIVES

What would you do if your mentee
cane to you with a difficult gStuation and
wanted you to hep? In most dtuations, your
job is not to find the solution for the mentee,
but to hep that person develop solutions to
handle the issue. When you assst someone in
exploring dterratives, it is dways hdpful to
follow a patern smilar to the one below. The
key words in this exploring dternatives mode
are  brangorm, assd, choose, commitment,
and follow-up.

a Wha is the difficulty and what ae the
alternatives? The mentor and mentee should
brainstorm as many ways of handling the
Stuation as possible.

a Wha ae the consequences of each
dternative? The mentor should assst the
mentee in evauating the pros and cons for
each dternative,

What is the best dternative? The mentee
must choose what he/she thinks is best.

Unit 2: Leadership Theory and Application
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a When is the begt time to put the plan into
action? The mentee, under close
coordination and supervison of the mentor,
must make a commitment to begin usng the
best dternative as soon as the gtuation
permits.

a Is there evduation? Yesd The mentor must
st atime to follow-up and evauate how the
mentee is accomplishing the plan.

When helping your mentee to choose a
solution, especidly if that person seems stuck,
you can offer suggestions as other possble
dternatives. However, do not put the person
down for not accepting your ideas and do not
take his or her regponghility away to solve the
issue. After dl, if your efforts fall, that person
may hold you responsible or may not do as you
suggested. Keep the mentoring relaionship a
learning process to help with future problems,
as needed.

Remember:

Developing positive mentoring
relationshipsis not about WINNING,
but SOLVING the conflict.

DEVELOPING AN ACTION PLAN

An effective action plan can make a
difference, not only for the mentee, but for the
mentor, the school, and the community. It can
reach out and help troubled youths especidly
in today’'s society. It should recognize the
issues, drengths, and chalenges that exig
within a community and identify ways to meet
them. Plus it should clearly indicate what the
community has to offer, the chdlenges that
mentoring teams must overcome to make ther
programs work, and the drengths that these
teams can bring to the overal mentoring effort.
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When assessing your community, look
a its demographics (age, gender, ethnicity,
efc., of the population), geography, environ
ment, and/or other dggnificant characteridics.
Then, determine from these characteristics your
community’ sissues, strengths, and chalenges.

The action plan should aso address the
impact that ided characteristics and vaues of
family involvement can have on a mentoring
program. Examples of these ided character-
istics of the family include:

Schools and families work cooperatively in
support of the student’ s education.

Program and school adminigtrators and Staff
gengdly have a podstive and assertive
attitude toward parent involvement.

Parents are a podtive resource. They
participate in  numerous ectivities, ae
visble in a vaiety of functions, and have
an acute mutual support network.

Parent-sponsored leadership programs exist
that creste new leaders for the community.

A HUNDRED YEARS

A hundred years from now
it will not matter
what my bank account was,
the sort of house I lived in
or how spotless it was,
or the kind of car | drove.
But, the world may be
different because | was
important in the life of
another.

SAMPLE ACTION PLAN FORMAT

An action plan should emphasize team
taks and respongbilities It should identify
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who has overdl responsbility, who prepares
the tasks and community/family involvement.
A thoroughly prepared plan adds credibility to
the effort and ensures a smooth and efficient
runing program. The pats of an action plan
are:

a Mentor recruitment and selection

Mentee salection

Mentor training (what type and how
much?)

Matching mentors with mentees

Maintaining monthly activity caendars
Coordination between schools and agencies
Panned activities/projects

Supervison of mentors/mentees

Family involvement

Community involvement/resources (such as
financia, support services, transportation,
public relations, etc.)

Q- Q-

D D D W

A MENTOR’SJOURNAL

Egablishing a journd is an excdlent
method for keeping track of your mentor vigts.
Your journd entries will help you to recdl the
topics you discussed and the activities you
conducted with your mentee on previous
occasions, how you prepaed for those
activities, and your mood (how you fet) before
and after the vist.

Remember, information recorded in
your journd must be kept confidentid. Store it
in a locked place; do not leave it in your locker
or on a desk where others can read it. Your
ingtructors will help you to find a secure place,
if necessary. Additiondly, do not record
informetion in your jound thet is of a life-
threatening or serious metter to the mentee
instead, discuss that content with a competent
adviser.

The <andard entries for a mentor's
journd include:

a Contact time and date

154

Lesson 9: Mentoring

Y our name and the mentee's name

Loceation of contact

Type of activity performed with mentee

An explanaion of what you did to prepare

for this ectivity

An explanation of what you wanted to gain

from this activity

a Explanations of how you fdt before the
beginning of thisactivity . . . and after it

a A rating scde that indicates the tone (de-
pressed, moderate, or excited) of the vigt
and measures three aess. the mentoring
relationship, the mentor's mood, and the
mentee' s mood

a A lig of posshble discussion topics.

QO

QJ/

Personal issues Family issues
Substance abuse Legal concerns
School issues Tutoring
Friendships Hobbies
Emotional issues Relationships

Actual/other concerns

COMPREHENDING CULTURAL
DIVERSTY

Before anyone can begin to understand
other people, he or she must firs understand
themsdves. Mainly, tha we are dl pat of a
culture of some sort, we dl beong to a race,
and we dl have some kind of ethnic heritage.
What is the firg thought that comes to your
mind when you hear the word . . . culture? How
about race? Racism? Do you beong to a
cuiture? What kind is it and does it affect your
everyday life? Presented below are definitions
for these teems to hep you answer these
guestions.

CULTURE

A sociey’s culture is the learned,
shared, and trangmitted socid activities of a
group — the pat of the environment that
satisfies dl the basc needs for surviva and
adaptation to the environment. In short, it is
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that pat of our lives tha we learn, which
causes us to act and react in certain ways (such
as the way we dress, greet people, eat, and get
angry, among other factors).

Cultural
Mapping

Cultural Characteristics

Undergtanding the different types and
diverdties of cultures (often referred to as
multi-cultural diversity) and the character-
istics within those cultures can give you a
better perspective of how those factors can
impact a mentoring program, how you can
overcome culturd barriers, and what activities
in your progran should address culturd
differences. Presented below are six broad
cultural characteristics with examples of each.

Language/Communications. Preferred  mant
ner of goesking, origins of the language,
names of people and places, gestures or
postures, current  colloquialisms, and
games and other forms of entertainment.

Humanigtic. Forms of kindness and humor;
concepts of human capability and potentid,
justice, fairness, competition, and coop-
eration; unsdlfishness; and leadership.
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Higoricd. Persons from politicd, literary,
atigicc and scholaly aenas, events
recorded and remembered; ancestra
contributions; and origins of surnames.

Deep. Family ties and rdationships,
friedships, pride and odf-respect, and

milesones in  pesond life  (birthdays,
funerds, etc.).
Forma. Literay landmarks, museums

music, art, dance, holidays, and parades.

Stuationd. Inter- and intra-group relaions,
wdl-known  contemporary  persondlities,
socid awareness and recognition, physicd
gmilarities and differences, and diet.

RACE

Race is a concept used by some
sientiss to divide human beings into
categories based on physcd characterigtics of
size and shape of the head, eyes, ears, lips, and
nose, and the color of the skin and eyes.

DID YOU KNOW?

Following the eighteenith century
trend among European scientids to classfy
dl living things a scdentis named J F
Bluemenback firgt categorized human recid
types a American Indian, Caucasoid,
Maayan, Mongoloid, and Negroid. Today,
Americen  Indians and Mdayans are
generdly consdered pat of the Mongoloid
race.

RACISM

Raciam is the bdief that one's own race
is superior to another based on:

The eroneous assumption that physica
attributes of a racid group determine their
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socid behavior a wdl as  thar
psychologcd and intellectua char-
acterigtics.

The wrong ided that al people of one race
act and react the same way, in an inferior
way, and that people of a superior race
should treat them poorly.

ETHNICITY

Ethnicity is not the same as race or
culture, but may contain parts of each. We
define an ethnic group as a group of people
within a larger society that distinguishes or sets
itsedf apart from others based on race and
cultura  characterigtics such  as  rdigion,
language, and traditions.

Have you ever fdt different than other
people? Have other people treated you dif-
ferently? Do you wish sometimes tha you
could be invishle? Have people laughed at
you for something you cannot control? And
you laughed back, but indde it redly hurt? Do
people make you fed dumb? Have you been in
a dtuation when you were afrad because you
fdt you did not beong? Do you wish that
people would just give you a chance?

What came to mind when you read the
these questions? Did you think of prejudices?

PREJUDICES

Prgudice goes far beyond color and
gender. It is about religion, money, and many
other things as diverse as the part of the country
from where someone comes. Have you ever
been in another pat of the country and
someone commented about the way you spoke?
Did they meke fun of you? If so, that is
prgudice. Prgudice is something we dl learn.
However, many times we are not aware of its
exigence in our lives or the fact that we may be
prejudiced ourselvesin one way or another.
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As mentors, you must guard againg
treating people differently than others or
meking prgudiced remarks. In order to be
effective in a culturdly diverse community,
you will need the following badc skills and
attitudes:

- A poditive attitude.

An &dlity to communicate effectively
(written, verbal, and non-verbd).

An ability to chalenge and simulate others,
especidly children, to learn.

An ahility to think critically and creetively.
A sengtivity to individua differences.

A willingness to bulld and drengthen
bridges between your home, school, and
community.

A willingness to integrate a multicultural
pergpective into your mentoring relationships.

A Hdf-awvareness (of atitudes on
multicdturdism; and of drengths and
weskneses in working with people from
different cutural backgrounds).

CONTEMPORARY ISSUESIN
MENTORING

This section gives you an gppreciation
of the different maiters that you will most
likdy encounter during your  mentoring
relationships and how to cope with them. They
include how to hep mentees get a handle on
dress, cope with the loss of a family member or
friend, or better undersand the issues of
troubled families. These topics ae not easly
talked about, but they are vitdly important to
your job. They ae becoming increesngly
common in the life higtories of mentees.

Unit 2: Leadership Theory and Application
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Read the following issues caefully;
then, openly discuss any questions or
comments you may have on them.

HANDLING STRESS

Deth of a family member or friend,
parents getting divorced or separated,
relocation resulting in new schools and friends,
the birth of a sbling, a change in the amount of
televison viewing are dl forms of dress cdled
dressors. Stress can be a physicd, chemicd, or
emotional factor that causes bodily or mentd
tensons and may be a factor in causng certain
diseases. Within any given year, a person can
experience enough events (stressors) in ther
lives to have a better than average chance of
showing symptoms of sress or even causng a
serious change in their health and/or behavior.

Mentors must be aware of these
stressors, and be able to assess the effect they
have on ther mentee as well as how he/she is
handling the dtress. One of your cadet activities
is learning how to estimate dress. This activity
offers a list of stressors and a point scae for
adding up the potentid dress during a year.
Mentors should use this exercise as a point of
reference in ther menteg's lives and not to
diagnose problems. This checkligt is intended
primarily to assg you in evaduating a mentegs
potentia level of stress.

Resolving dtress can take a long time —
it is a continuous process. As sooON as a person
overcomes one or more of the stressors, others
may become a factor. If your mentee appears to
have a dress-related difficulty, help tha person
to dat getting a handle on it. Review the
following 11 dress handlers with the individua
to determine which ones they have tried, are
doing now, and are willing to try. Once you can
get your mentee's stress under control, you can
begin to effectivdy ded with other issues
affecting that person.
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. Work off dress. If you are angry or upst,

try to blow off geam physcdly by
activities such as running or sports. Even
taking awak can help.

. Tak out your worries. It helps to share

worries with someone you trust and respect.
This may be a friend, family member,
teacher, or counsdor. Sometimes another
person can point out a new Sde to a
difficult Situation and thus, a new solution.

. Learn to accept what one cannot change. If

the matter is beyond your control at this
time, try your best to accept it until you can
change it. It beets spinning your wheds and
getting nowhere.

. Get plenty of deep and rest. Lack of deep

can lessen your ability to ded with dress by
making you more irritable.

. Bdance work and recreation. All work and

no play can make for a nervous wreck. Set
time for recreation and relax your mind.

. Do something for others. Sometimes when

you are depressed, you concentrate too
much on yoursdf and your Stuation. When
this happens, it is often wise to do
something for someone dse and get your
mind off yoursdf. There is an extra bonus
in this technique it hdps you to make
friends.

. Téke one thing & a time. Many times we

st ourselves up for falure by trying to do
too much. It is defeating to tackle dl your
tasks a once. Instead, set some tasks aside
and work on the mogt urgent onesfirst.

. Give in once in a while If you find the

source of your dtress is other people, try
giving in ingead of fighting and indging
you ae dways right. You may find tha
otherswill begin to givein, too.
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9. Know your abilities and limitations. This is
not easy. It takes a lot of sdf-study. Many
times you can cause dress by asking
yoursdf to do something you are not able to
do. Before agreeing to do something that
you do not have to do, ask yoursdf if it is
within your ability to accomplish.

10. Organize yoursdlf and your time Lean
ways to hep yoursdf keep up with what
you have to do. Plan how you will
accomplish the necessary work. Organ
ization can help you avoid wadting time and
energy.

11. Avoid being a perfectionis. No one person
can be pefect a everything. Do your best
fird, but do not be afrad of making a
mistake. Everyone makes mistakes, and
many times we learn by our mistakes.

COPING WITH LOSS

As we just mentioned in the preceding
section, the death of a family member is a form
of dress. In fact, on the point scale for
determining potentiad dress, the desth of a
parent is the most stressful event and the deeth
of a dose family member is the fifth mogt
dressful.

Helping someone to cope with the loss
of a loved one is an extremdy difficult task.
Emoations are very high, not just for the mentee,
but for the entire family. Because of the
tenseness of this Stuation, your actions must be
caring, supportive, and dgncere. In  these
Stuations you should:

a Ligen.
a Beavalabdle

a Face your own fedings of loss and grief
and share them if you like,
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a Encourage expressons of grief
talking, writing, etc.

through

a Acknowledge that grief hurts.

a Redize tha gig causes difficulty in
concentrating.

a Undegand that other circumstances (such
as a change in school, friends, etc.) often
accompany theinitia loss.

a Become part of acaring team.

a Know that grief lags longer than anyone
expects.

a Continueto be avalable.

TROUBLED FAMILIES KNOWING THE
ISSUES

By being aware of the following issues,
mentors can help to provide safe environments
for mentees. The intention of this section is not
to teach mentors how to do family therapy —
that is not the role of he mentor. However,
mentors do play acrucid rolein hdping to:

Identify these Situations.
Refer mentees to gppropriate professonds.
Be supportive.

There are three generd categories of
serious family dysfunctions: addictions, abuse,
and neglect. Mentors must redize that these
Stuations occur in every neighborhood. People
affected are those with money or no money;
they live in the city, country, or suburb; they
ae dl races and ethnic groups, they are of
evay rdigion or no rdigion; and they are the
old, the middle-aged, or the young.

Unit 2: Leadership Theory and Application
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Addictions

Alcohol and drug abuse can originate
and affect an entire family. Additiondly, other
family or community members with a serious
substance abuse problem can dso influence the
whole family, indudng the mentee and
mentor. When just one parent has an addiction,
children often develop a dysfunctiona reaction
and/or reationship to that parent. As mentors,
be dert to:

0 “People pleasing” behaviors (such
as the mentee making excuses for
the parents) with the addiction,
doing excess work around the
house, and/or feding responshble
for the parent’ s addiction)

Anger

Depression

Lack of trust

Running away

Sgnsof abuse

Injuries

O OO0 o0oO0OOo

Abuse

There are three kinds of abuse: physical,
sexud, and mentd/emotiona. Each date has its
ovn legd definition of physcd and sexud
abuse. Know what your date€'s statutes and
reporting requirements are before performing
any mentoring activities  The  following
paragraphs offer a definition for and some of
the more common dgns and Symptoms
associated with  specific  kinds of abuse.
Identifying abusive dtuaions is a difficult task
for traned professonds, however, as mentors,
you may be in a unique pogtion to notice when
something looks wrong.
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Physicd Abuse

Definition. For this indruction, we will
define physca abuse as any form of contact
ranging from severe pinching, hard daps to
hitting with a closed fi or some other object.
Burning, mutilation of any part of the body, or
an internd injury may dso be forms of physcd
abuse.

Sgns and Symptoms. Physicd abuse is
perhaps the essest to detect. Its victims
normdly show dgns of serious injuries or of
long-lasting  marks,  bruises, or scars.
Additiondly, physcdly &used children ae
often unusudly fearful of or nervous around the
abusve paent. You may suspect physcd
abuse if the mentee has frequent unexplained
injuries or quesionable explanations for those
injuries.

Sexud Abuse

Definition.  Sexud  dwuse  normdly
includes incest (abuse within a family) or non
family sexud abuse Incest can be one of the
most difficult chalenges to ded with and to
overcome. It oftentimes is “the biggest family
secret.” Incest can range from ingppropriate
touching and kissng to intercourse. While
touching and kissng can be good and an
appropriate expresson of love, children tend to
know intuitively the difference between good
touching and bad touching.

Sgns and Symptoms. Sexualy abused
victims often have an unusud and extreme
didike for being touched. On the other hand,
some  sexudly-abused children try to please
adults by being physcdly affectionate in ways
which may have sexuad ovetones. If you
believe that your mentee shows one of the
folowing dgns, it can be an indicaion of
sexud abuse. Trugt your intuitions and tak to
your ingtructors about your beliefs.
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The way the mentee displays affection is
inappropriate for hisher age.

The mentee shows high levels of anxiety or

fer if left done with a paticular family
member.

M ental/Emotiond Abuse

Definition. Menta/emotiond abuse
indudes withholding love, meking love
conditiond, communicating  svere and
congant “ put-downs,” or shaming someone
with the intention of meking that person fed
bad or worthless. It is probably the hardest to
detect, and it has long-lasting impacts on the
sf-esteem of the mentee.

Sgns and  Symptoms. Emationdly
abused children tend to put themsdves down or
criticize themsdlves alot.

What Should You Do When Dealing with
Matters of Troubled Families?

If your mentee discloses abuse to you, it
will mog likdy be a shocking and difficult
experience to handle. However, you have the
reponghbility to commit yoursdf and your
efforts to supporting the individud and to
hisher needs. Ligen. Be honest. Do not make
assumptions on how that person should fed.
Emphasize that he/she is not done. Oftentimes,
the mogt hdpful thing to do is just to be
someone the mentee can count on and/or be
with — without feding pressured. Findly, do
not normdize or downplay the abusve
Stuation.

If you know of or suspect abuse, the first
thing to do is to contact your instructors. The
folowing lig identifies other dgns ad
symptoms to watch for, regardiess of the type
of abuse. Note, however, that non-abused
individuds may daso exhibit some of these
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sgns or symptoms from time to time in order to
gain atention, because of low sdf-esteem, etc.

P Pesdgent and unexpected depresson or
withdrawal.

P Excessve anger or emotions.
P Sdf-mutilaion.

P Congant running away.

P Inability to trust.

P Difficulty in devdoping hedthy, long-term
relationships.

P Suicidd/homicidd thoughts.

By reporting potentidly harmful or
abusive activities to your ingructor, you are not
breeaching your menteds trust.  Your
willingness to teke a risk to discuss your
observations comes from your concern for the
mentee and is dways the right thing to do.
Your indructor will determine what additiona
steps are necessary and appropriate for the
Stuation.

Commitment is eassy during the good times,
it is during the rough times when mentors
aretruly tested.

* k%

Sometimes, the best thing a mentor can do
for amenteeis just be there.

CONCLUSION

As a mentor, there are many difficult
Studions tha you may encounter in mentoring
relationships  prgudices, handling  dtress,
coping with loss, and undergtanding the issues
of troubled families These topics are vitdly
important to your job because they are
becoming increesngly commonplace in today’s
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lifestyles. If you have questions regarding any
of these iswes discuss them with  your
indructors.

Summarized below are the qudities of a
successful  mentor.  Follow  these  qudities
carefully, display maturity, show compasson,
use your head, trugt your indincts lisgen to
your heart, and you will make your mentoring
opportunity the experience of alifetime.

a Know yoursdf, your dgrengths, and your
weaknesses.

a Know your job — be flexible and open
minded.

a Know and use communication skills

effectively, such asthe:

0 Ahility to listen and accept different
points of view.

0 Ability to empathize with another
person’s sruggle.
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a Apply effective leadership skills such as
decison-making, problemsolving, and
god-setting; possess the ability to see
solutions, opportunities and barriers.

a Underdand how culturd diversty can
affect amentoring relationship.

a Be persondly committed to working with
people — be available and supportive.

a Show regpect for individuds — digplay
honesty, patience, trust, and a warm and
caring dtitude.

There ae many important things to
accomplish in life — helping someone to hdp
themsdves is one of them. Remember, it
sometimes takes a while to get something done
right. What is important, however, is to keep
trying — never give up.
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